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discovering that some 80% of the employees surveyed would continue to work, even if financially unwarranted.
While the writings of Weber (1919) and Morse and Weiss (1955) gave theoretical and empirical impetus, respectively, to the study of occupational commitment, Chester Barnard's (1938) work played a seminal role in the understanding of organizational commitment. For Barnard (1938: 23) , organizational commitment represents effort extended with the anticipation of future reward. Hence commitment to one's organization hinges on the organization's distribution of rewards that in turn satisfy individual workers' desires. Stressing the importance of worker commitment to the organization, Moore (1965) notes that when multitudes of dissatisfied and noncommitted workers terminate their present employment, production, distribution, and marketing problems inevitably result. Furthermore, the increase in recruitment, training, and general labor costs that accompany massive employee turnover may well threaten an organization's very survival.
Although numerous researchers have investigated the relationship between various attributes of workers and their job commitment, no consensus exists as to those attributes that best predict such commitment. A review of the literature reveals basically two opposing perspectives. The first is the demographic or structural approach, and the second the attitudinal approach. The demographic approach argues that various background characteristics of the individual such as age, education, sex, and length of service in an organization are the most important determinants of commitment. The attitudinal approach, by contrast, maintains that certain perceptual definitions of individuals, such as perceived job satisfaction and conflict within the work setting, are the most influential factors in determining worker commitment.
In summary, the study of occupational and organizational commitment is an important topic of research in light of the fact that individuals' commitments both to work and to the organiz ation appear to be of crucial concern to a vast majority of workers; and that a review of the literature reveals no consensus as to the attributes of workers, demographic versus Snizek, Little / JOB COMMITMENT 183 attitudinal, that best predict such commitments. The purpose of this study is to assess through the use of longitudinal data the relative merits of attitudinal versus structural variables in accounting for both occupational and organizational commitment.
FACTORS RELATED TO COMMITMENT
Over the last several decades there have been numerous studies that have attempted to delineate empirically those factors that in some way influence the extent of workers' occupational and organizational commitment. A tabular summary of many of the major research efforts in that regard is reported in Figure 1 .
Upon analysis of these studies it becomes apparent that many of the factors found to influence both occupational and organizational commitment can be grouped under two broad headings: structural (including demographic variables) versus attitudinal variables. Starting with the study by Simon (195 7), for example, "organizational identification" and "informal group identification" are plainly attitudinal variables; while "material incentives" is a structural variable. "Employee selfperceptions of marketability," a factor found by March and Simon ( 1958) to be negatively related to organizational commitment, is clearly an attitudinal variable. Howard Becker's (1960) notion of "side-bets" or investments is perhaps the foremost representation of the structural approach to commitment. He argues that employees are influenced by investments and costs associated with certain lines of activity. Costs are activities that if initiated would prove detrimental to the employee. For example, quitting a profitable job with no immediate alternative employment probably would be viewed as costly, while one's length of service and specialized education may be viewed as investments in a job. Becker believes many investments to be influenced structurally by society or by one's employment organization. For purposes here, such structural investments are operationalized as an employee's age. education, length of service, and percentage of income derived from a second job. tThese variables were not actually tested by the authors, but rather reviewed as having been used in other studies. tlnvestment or Side-bet factors were found to relate principally to organizational commitment, while Social Psychologicial orAttitudinal factors were shown to relateto both organizational and occupational commitment. This "structural investment" hypothesis of Becker's was tested by Ritzer and Trice (1969) utilizing a sample of personnel managers, and was shown to be unsupported. No significant relationships were found among either organizational or occupational commitment and the investment variables of employee education, age, marital status, job mobility, and number of children. Based on these findings, Ritzer and Trice (1969) advocate a so-called "attitudinal" approach to account for both organizational and occupational commitment. The attitudinal traits that comprise such an approach refer to employees' perceptions of both their organization and their occupation. Such variables are operationalized in this study as employees' general levels ofjob satisfaction and perceptions of role conflict. Employees found to have a more positive perception of and attitude toward either or both their organization and their occupation are said to be more committed.
The findings of a study by Alutto et al. (1973) tend to support the earlier position of Becker (1960). They found positive relationships between organizational commitment and the structural variables of employee age, education, length of service, and marital status. In addition, age and length of service were shown to be related in a curvilinear fashion to occupational commitment.
More recently in an attempt to clarify the potential predictive power of structural versus attitudinal variables as they relate to both occupational and organizational commitment, Shoemaker et al. (1 977) gathered commitment data from a sample of 120 federal and state park and forest rangers. Their findings indicate certain social psychological or attitudinal factors (employees' perception of general job satisfaction and feelings of solidarity) to be better predictors of both organizational and occupational commitment than were various structural variables (e.g., age, education, length of service). Based on these flndings, they conclude that there is greater support for the attitudinal approach of Ritzer and Trice (1969) than for Becker's (1960) side-bet or structural approach. The authors state, however, that further analysis of their data must be undertaken and that "a full exposition of such differentials, however, must be deferred until the completion of the analysis" (Shoemaker et al., 1977: 603) .
The present study extends the research of Shoemaker et al. (1977) by means of a five-year longitudinal analysis of data collected from the identical group of subjects originally surveyed by Shoemaker et al. (1977) .1 Having information from the same respondents at two different points in time allows the advantage of assessing changes in organizational and occupational commitment as well as comparing the predictive utility of two competing sets of explanatory variables (structural versus attitudinal).
PROCEDURE
All variables used in this study to test the structural investment or side-bet approach advocated by Becker (1960) and the social psychological or attitudinal approach used by Ritzer and Trice (1969) are identical to those used by Shoemaker et al. (1977) , and incorporate the measurement suggestions made earlier by Alutto et al. (1973) . The concept of commitment is operationalized by asking respondents whether or not they would consider leaving (definitely yes, undecided, definitely no) their present employment for a related job in another organization (organizational commitment) or for ajob in another field (occupational commitment) if given a moderate or slight increase in: pay, freedom, status, responsibility, opportunity to get ahead, and friendliness of coworkers. The structural variables tested were those of age, education, length of service, and percentage of income attained from other sources, while job satisfaction and role conflict comprised the attitudinal variables.2 The actual data were gathered through self-administered mail questionnaires distributed to the original sample of 120 federal and state park forest rangers surveyed five years earlier by Shoemaker et al. (1975) . Of the 1 1 1 rangers able to be located in 1980, 92 or 82.9% returned a completed questionnaire. Analysis of these data based on their date of return revealed no significant relationship between time of return and the variables analyzed as part of this study. Hence there is no evidence to indicate that results attained from those persons who returned their questionnaire are significantly different from the missing response of nonreturners.
Finally, it should be noted that since Bohrnstedt (1969) , Campbell and Stanley (1963) , and others have noted the fact that gain or difference scores often are highly intercorrelated with the initial time one (T1) measures, such initial measures were first controlled when analyzing the effect of changes in structural and attitudinal variables on changes in employee commitment (see Table 2 ).
FINDINGS
Analysis of commitment data collected from the 92 respondents at two points in time indicate a significant decrease in both occupational (t = 3.61; p < . Regression analyses were used to determine which group of variables (structural or attitudinal) best predict each type of commitment. As reported by Shoemaker et al. (1977; see Table 1 ),the attitudinal group of variables in 1975 account for more of the explained variance in occupational commitment than do the structural variables ( 13.95% v. 2.25%). However, analysis of data collected five years later from the same group of subjects shows that these attitudinal variables lose much of their influence on occupational commitment, as their explained variance drops from 13.95% in 1975 to 3.89% in 1980. By contrast, the structural variables increase in influence as shown by the amount of variance explained (2.25% v. 5.67%). By 1980 structural variables account for more of the variance in occupational commitment than do attitudinal variables. However, by 1980 none of the structural or attitudinal variables are individually related in a significant fashion to either workers' occupational or organizational commitment.
Inspection of the data found in the bottom portion of In order to take full advantage of the longitudinal nature of these data, an assessment was made of the relationship between changes in the structural and attitudinal variables as they effect changes in both types of commitment. Results of regression analysis are presented in Table 2 . In terms of changes in occupational commitment, the results indicate that changes in structural variables account for more explained variance (19.13%) than do changes in the attitudinal variables (15.18%). Hence while both groups of structural and attitudinal variables accounted for moderate amounts of explained variance, there appears to be slightly more support for the structural argument as presented by Becker (1960) when attempting to predict changes in occupational commitment. Independently, only one of the structural variables, that of education, was found to be related significantly to the dependent variable. Rangers acquiring more education are less likely to experience a decline in their occupational commitment. Neither of the attitudinal variables taken separately demonstrate a significant relationship to occupational commitment. Turning to the data on organizational commitment, changes in the structural and attitudinal groups of variables account for roughly the same amount of variance in changes in organizational commitment. Independently considered, education was again the only structural change variable significantly related to changes in organizational commitment. As in the case of occupational commitment, increased education appears to inhibit the loss of organizational commitment. In terms of the attitudinal variables, decreases in role conflict are related significantly to corresponding increases in organizational commitment. Thus both the structural and attitudinal arguments as represented by Becker (1960) and Ritzer and Trice (1969) appear to receive approximately equal support empirically when predicting organizational commitment.
SUMMARY AND CONCLUSIONS
Previous literature demonstrates a conflict about the differential importance of structural versus attitudinal variables on occupational and organizational commitment. Shoemaker et al. (1977) intheir original study of occupational and organizational commitment reported greater overall support for a social psychological or attitudinal explanation. Becker (1960) and Alutto et al. (1973) demonstrate support for a structural -0.530 -O.40 14. 72-'C'; (1975) *Significant at the .05 level of statistical probability. "Significat at the .01 level of statistical probability. **Significant at the .001 level of statistical probability. explanation of commitment. Using longitudinal data collected from the same respondents five years after initially being studied by Shoemaker et al. (1977) , the present study shows that the effects of both types of variables on commitment had changed appreciably over time.
The results of this study indicate that while attitudinal variables explained noticeably more variance in occupational commitment in 1975 than did structural variables, by 1980 the amount of variance explained by attitudinal variables had dropped preciptiously from 1 3.95% to 3.89%. By contrast, the percentage of variance in occupational commitment explained 192 SOCIOLOGICAL PERSPECTIVES / APRIL 1984 by structural variables as a group had increased from 2.25% to 5.67%. Thus it appears thatwiththe passage of time, structural characteristics of workers become more important than do social psychological traits in accounting for occupational commitment among the workers surveyed. As for organizational commitment, both the structural and attitudinal group of variables decreased in percentage of variance explained, such that by 1980 each group of variables accounted for approximately the same amount of variance in organizational commitment. In terms of accounting for changes in commitment, a structural theory appears slightly more viable. As a group, changes in structural variables explain 19.13% of the variation in occupational commitment, while changes in attitudinal variables account for 15.18%. As for changes in organizational commitment, structural and attitudinal variables explain nearly equal amounts of variance. Only one structural variable, that of education, and one attitudinal variable, role conflict, are found to be significantly related to organizational commitment.
While this study has focused on the differential explanatory power of certain structural as opposed to attitudinal variables, the noticeable overall decline in the amount of variance in commitment explained by each group of variables must not be overlooked (see Table 1 ). Similarly, the failure of various individual variables to relate significantly to both types of commitment cannot go unnoticed. Given the significant decline in both occupational and organizational commitment found to have taken place from 1975 to 1980 among those surveyed, both theories of commitment tested leave much variance to be explained. Future research may profit well from testing such variables as worker's sense of professionalism, perceptions of marketability, changes in work routine resulting from increasing technology, and changes in bureaucratic structure as these relate to employee commitment. But perhaps most importantly, more research of a longitudinal nature is necessary before the more salient contributors to both occupational and organizational commitment can be isolated. As demonstrated by the findings reported here, the effects of both attitudinal and structural factors, whether studied singularly or in groups, can be observed to change markedly over-both the occupational and organizational careers of workers. 2. The attitudinal variables of job satisfaction and role conflict were measured through the use of indices developed by Brayfield and Rothe (195 1) and Miles (1975) , respectively. Cronbach's alpha reliability coefficients computed on each of these measures, as well as on Alutto et al.'s (1973) 
